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Abstract

This study investigates the impact of workplace ostracism on job performance, with a focus on the moderating role
of emotional intelligence. Using a quantitative research design, the study collected data through purposive sampling
from a sample of 170 university employees (102 females, 68 males), Participants complete questionnaires measuring
workplace ostracism, job performance, and emotional intelligence using Workplace Ostracism scale, Job
Performance scale, and the Wong and Law Emotional Intelligence scale. In SPSS data were analyzed using Pearson
Correlation, one-way ANOVA, independent sample t-test, regression and the PROCESS macro. Findings indicate a
significant negative correlation between workplace ostracism and job performance. Additionally, a negative
correlation exists between workplace ostracism and emotional intelligence, whereas emotional intelligence and job
performance showed a significant positive correlation. Results further indicated that less experienced employees
experienced higher workplace ostracism than more experienced ones, and age and qualification levels also varied.
However, emotional intelligence does not moderate the relationship between workplace ostracism and job
performance suggesting that emotional intelligence alone may not be sufficient to mitigate its effects. The study
emphasizes fostering inclusive workplaces and enhancing emotional intelligence training to improve job
performance.

Keywords: Workplace Ostracism, Job Performance, Emotional Intelligence, Moderating Role, Quantitative
Research Design.
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Introduction

The word "ostracism" originates from the word "ostrakismos," which is ancient Greek and refers
to someone being rejected or excluded from a group or society. According to Ng (2017), social
isolation based on rejection or omission is known as ostracism. Ostracism is a severe form of social
rejection where an individual is deliberately ignored and excluded by others. It appears that the
behavioral sciences are extremely sensitive to the topic of ostracism. Every setting, including
social and professional ones, might experience the scenario of ostracism.

Being ignored, excluded, or neglected by other people or groups is a frequent experience in all
social settings (Williams, 1997), including the workplace (Fox & Stallworth, 2005; Hitlan, Kelly,
Schepman, Schneider, & Zarate, 2006). These types of situations are sometimes classified as
"ostracism" (Williams, 1997, 2001). Ostracism at work can lead to unusual behaviors. Workplace
ostracism, defined as the degree to which individuals believe that other workers are excluding or
ignoring them at work, is a common occurrence in the workplace (Ferris et al., 2008). "The degree
to which an individual feel that he or she is ignored or isolated by others in the workplace™ is the
definition of workplace ostracism (Williams, 2001). Peng and Zeng (2017) define workplace
ostracism as the intentional act of preventing an individual from taking part in organizational
activities.

According to Motowildo, Borman, and Schmit (1997), "the overall value to the organization of
each behavioral episode that a worker performs over a standard interval of time" is the definition
of job performance. According to Deadrick (Deadrick & Gardner, 1999), job performance is the
result of each job function's accomplishments over a given amount of time. According to El-Sabaa
(2001), an individual's productivity will rise when they are willing and open to trying new things
on the job. These traits directly correlate with job performance. Viswesvaran and Ones (2000)
characterized job performance as "scalable actions, behaviors, and outcomes that employees
engage in or bring about that are linked with and contribute to organizational goals."”

The output and outcomes in terms of quantity and quality that each employee in the company is
required to provide is known as job performance. Job performance evaluates how successfully an
individual does their work. The act of doing a work is also related to it. It refers to achieving a goal
or collection of goals inside a position, function, or group (Campbell, 1990). From the perspective
of the employee, work performance is basically the outcome of a set of actions. The many tasks
carried out every day have an impact on overall work performance

John Mayer and Peter Salovey (1990) described emotional intelligence as the capacity of an
individual to recognize, comprehend, utilize, and regulate his feelings. According to Goleman
(1995), the ability to understand one's own emotions as well as those of others, to regulate emotions
with staying motivated by oneself, and to regulate emotions through interpersonal interactions.
Emotional intelligence is the capacity to control one's own and other people's emotions, discern
between positive and negative emotional effects, and apply emotional intelligence to shape one's
own ideas and actions (Moron & Biolik-Moron, 2021).

Individual distinctions in how one feels, recognizes, comprehends, controls, and uses emotions,
both linked to oneself and others, are captured by emotional intelligence (Petrides & Furnham,
2001). The term "emotional intelligence™ describes a group of interconnected skills people have
that enable them to effectively perceive, process, and apply emotional data. (Law and Wong,
2002). We claimed that emotionally intelligent persons (a) properly observe emotions, (b)
accurately utilize emotions to assist reasoning, (c) comprehend emotions and emotional meanings,
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and (d) regulate emotions in others as well as in themselves. This is our theory regarding how
people reason about emotions (Mayer & Salovey, 1997).

Literature Review

Organizational scholars have recently become more interested in the idea of workplace ostracism
due to the growing significance of social connections in contemporary work environments
(Gkorezis & Bellou, 2016; Gong et al., 2012). Ostracism at work has been said to be a major
contributor to a decrease in knowledge sharing and social interaction (Gkorezis & Bellou, 2016),
which can have a negative impact on performance, pro-social behaviors, commitment, and
satisfaction (Zhao, Peng, & Sheard, 2013).

Since the 1970s, workplace ostracism has been investigated under the umbrella of organizational
behavior (Robinson & Schabram, 2017) and has been viewed as a deviant social phenomenon.
Workplace deviance (Bennett & Robinson, 2000), organizational misbehavior (Vardi & Wiener,
1996), antisocial behavior (Giacalone, R.A.; Greenberg, 1997), aggression (Neuman & Baron,
1998), dysfunctional behavior (Griffin et al., 1998), counterproductive work behavior (Sackett &
DeVore, 2001), are examples of negative social phenomena similar to workplace ostracism. Even
though ostracism has been extensively researched in a number of social science domains
(Williams, 2007), organizational behavior adds the additional distinction of "in the workplace™ to
highlight the significance of this phenomenon.

Most research on ostracism at work indicates that it is positively connected with undesirable
behaviors and negatively correlated with those that the organization would like to see. More
specifically, it has been discovered that workplace ostracism is favorably connected with anti-
production work behaviors (Hitlan & Noel, 2009) and adversely correlated with job performance
(Wu et al., 2011). According to Williams (2007), ostracism is a significant stressor that also has
an impact on a wide range of organizational environment factors. Extensive studies have
demonstrated that workplace ostracism has detrimental effects on employee behavior in terms of
organizational citizenship behavior (Fiset et al., 2017), person- organization fit (Chung, 2015),
organizational commitment (Hitlan et al., 2006b), work engagement, satisfaction with coworkers
and supervisors (Hitlan et al., 2006a), and assistance behaviors (Balliet & Ferris, 2013; Mok & De
Cremer, 2016). However, work-family conflict (Liu et al., 2013), social anxiety (Zadro et al.,
2006), organizational silence (Gkorezis et al., 2016), intention to quit (Renn et al., 2013), and non-
pro-social behaviors (Balliet & Ferris, 2013; Jones et al., 2009) are all positively correlated with
workplace ostracism.

Abrar et al. (2022) investigated workplace ostracism's impact on job performance, mediated by
depressed mood, and moderated by employees' political skill. Drawing upon the conservation of
resources theory, this study investigates the mechanism through which workplace ostracism
influences job performance via its effect on depressed mood. They found that ostracism indirectly
lowers job performance through depressed mood, a relationship weakened by high political skill.
This study contributes by revealing the psychological mechanism of ostracism on performance
and the protective role of political skill, shedding light on overlooked factors in organizational
behavior.

Job performance is influenced by a number of factors, including opportunity, capacity, and
willingness. Opportunity is the term used to describe the resources that an organization gives its
workers in order for them to do their responsibilities and meet the goals of the company. These
resources include tools, materials, supplies, pay, time, and working circumstances, which include
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policies and leadership styles (Arik, 2018). According to Angeles, Paula, and Lara's study from
2021, social support, task importance, empowerment, and transformational leadership all have a
good combined effect on worker performance (Paula, Lara, and M. Angeles L'opez, 2021). The
term "capacity" describes the mental and personal qualities, such as skill, intelligence, motor skills,
educational attainment, and energy levels, that make up a person's capacities. The several forms
of motivation, work satisfaction, ego-involvement, self-image, values, perceptions, and sense of
justice are all represented by willingness. These elements have a significant impact on how well
an individual performs in order to meet the company's goals (Arik, 2018).

A variety of factors, such as abusive supervision (Chen & Wang, 2017), job stress, organizational
tenure, psychological capital of leaders (Chen, 2015), positive effect, and person-job fit (Lin, Yu,
& Yi, 2014), can influence an employee's performance at work. Changes in a worker's life events
may have a favorable or negative impact on their performance at work (Dennis 1956). Workplace
ostracism, which is defined as an employee's reported experience of being ignored or shunned in
the workplace (Robinson, O'Reilly, & Wang, 2013), is another significant factor that influences
job performance. Equipment, the physical work environment, meaningful work, standard
operating procedures, rewards for good or bad systems, performance expectations, performance
feedback, knowledge, abilities, and attitudes are just a few of the various factors that might affect
an employee's job performance (Stup, 2003).

In industrial management and organizational behavior, job performance is perhaps the most
significant and researched variable (Carpini, Parker, & Griffin, 2017). According to Wattoo
(2019), an exceptional level of job performance results in increased organizational productivity
and, ultimately, success. One of the most important factors influencing an organization's ability to
make income is job performance (Bevan, 2012). Because employee performance contributes to
company success, performance is important for organizations. The workforce's performance is the
primary determinant of effectiveness for competitive gain, meaning that job performance
outcomes like productivity and output are crucial for businesses to maintain their competitiveness
in the marketplace (Daeley, 2012). Furthermore, performance matters to people since finishing
activities can lead to the accomplishment of group objectives (Muchhal, 2014).

Workplace variables that impact how effectively individuals do their jobs include physically
demanding duties, stress levels, long hours, and employee happiness (Jacobs et al., 2013). In
general, job performance is a complicated concept that depends on a number of variables and is
crucial to both an individual's and an organization's success at work. Job performance is a crucial
result that has to be completed successfully and efficiently in the workplace (Borman &
Motowidlo, 1997). Studies examining the effects of workplace ostracism on employees' job
performance have revealed that workplace ostracism has a major detrimental effect on job
performance.

Ain et al. (2024) investigated how knowledge hiding impacts job performance through emotional
exhaustion and the moderating role of emotional intelligence. Their study found that people with
better emotional intelligence are less affected by knowledge hiding, which lowers job performance
through emotional exhaustion. The research highlights the importance of emotional intelligence in
mitigating the negative effects of knowledge hiding on job performance.

In the fields of organizational behavior and psychology, emotional intelligence is one of the most
researched concepts (Rahman, 2010; 2018). Previous studies have confirmed the benefits of this
characteristic and concluded that it is necessary for organizational commitment (Liu & Boyatzis,
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2021), performance, job happiness, and success in the workplace (Desai & Srivastava, 2017), as
well as organizational citizenship behaviors (Geofroy & Evans, 2017).

The most effective predictor of both individual achievement and organizational effectiveness is
emotional intelligence. One behavioral element of humans that may be significantly enhanced is
emotional intelligence. According to Slaski and Cartwright (2002), an emotionally intelligent
person accepts, behaves consistently, manages all emotions exceptionally well, and makes the
proper and responsible decision. It is believed that emotional intelligence is a resource for human
growth and welfare. Men and women have different levels of emotional intelligence. This indicates
that women appear to have greater levels of emotional intelligence (Sergienko et al., 2020;
Fernandez et al., 2020).

Empathy, collaboration, communication, and negotiation are just a few of the social and emotional
competencies that have been linked to emotional intelligence and are advantageous for success in
the workplace (Sanchez-Gomez & Breso, 2020). According to Ceballos et al. (2017), having
higher emotional intelligence makes it possible to manage the demands and obstacles of the job
more effectively, which boosts job satisfaction. According to Unnikrishnan et al. (2019),
emotionally intelligent individuals, for example, are able to accept, consistently handle, and
successfully regulate all emotions, as well as make prudent and well- informed judgments. On the
other hand, a lack of emotional intelligence has led to unpleasant behavior, like bullying the weak
and having trouble communicating (White & Grason, 2019).

Over the past ten years, emotional intelligence has gained popularity and been used in social and
behavioral sciences to predict leadership, organizational commitment, and stress management
(Salovey and Mayer, 1990; Jain and Duggal, 2018). (Boyatzis, 2018). Emotional intelligence
influences organizational commitment in a number of ways, including hiring and retaining
employees, career advancement, teamwork, employee dedication, morale, health, creativity,
efficacy, productivity, sales, revenues, quality of service, and client outcomes (Murana and
Oladimeji, 2022c).

One popular interactive strategy for overcoming rejection is emotional intelligence (Naz, Li, Nisar,
& Rafiq, 2019; Nozaki & Koyasu, 2013). Yang et al. (2020) looked at the connection between
psychological discomfort and emotional intelligence as well as workplace ostracism. Ostracism is
an interpersonal stressor that causes psychological anguish and ultimately results in job
dissatisfaction. Workers with emotional intelligence are better equipped to handle rejection at
work.

Zhu et al. (2015) demonstrated that workers who possessed high emotional intelligence were
highly engaged at work and would perform better on the job. Because it improves employee
performance and has a favorable effect on the relationship between employee and organizational
performance, emotional intelligence is employed to generate high-quality work (Taboli et al.,
2013). Emotionally intelligent workers are more productive at work. More emotionally intelligent
workers are self-assured and control their emotions (Shooshtarian, Ameli, & Amini Lari, 2013).

Hypothesis
1. Workplace Ostracism, Job Performance and Emotional Intelligence would be correlated among
university employees.

2. Workplace Ostracism, Job Performance and Emotional Intelligence would vary in terms of
demographic variables (age, gender, qualification and experience) among university
employees.
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3. Workplace Ostracism would have an impact on Job Performance among university employees.

4. Emotional Intelligence would have an impact on Workplace Ostracism and Job Performance
among university employees.

5. Emotional Intelligence would play a moderating role in the relationship between Workplace
Ostracism and Job Performance among university employees.

Material and Method

The present study was designed to examine the relationship between workplace ostracism, job
performance and emotional intelligence among university employees. Recognizing the relevance
of these constructs in shaping employee’s experiences and organizational functioning, the research
followed a clear and systematic methodological framework. The study utilized well-established
procedures, including the selection of participants, the use of standardized research instruments,
and the application of appropriate statistical techniques.

Nature of the study
The current research was conducted through quantitative correlational research design.
Population

The population of this research was university teachers who are currently employed at universities
from the city of Multan.

Sample

The sample of this study consists of 170 employees from different universities of Multan. The data
were collected from both male and female. Data was collected through purposive sampling.

Research tool

The research used a survey questionnaire as a tool to gather relevant data. Researchers approached
this according to the information needed.

e Workplace Ostracism Scale (Ferris et al., 2008)

e Job Performance Scale (Williams and Anderson, 1991)

e \Wong and Law Emotional Intelligence Scale (WLEIS) (Wong and Law, 2002)

Data Collection

This was a quantitative research. The scales were individually applied to subjects. Prior to
administration the informed consent of participants was assured. To maximize data precision each
respondent was addressed individually. On the survey page some demographic variables for
example gender and age were given. The respondents were guaranteed that the data provided will
only be used for purpose of research. The data was gathered from 170 university employees for
this purpose. Data was collected by the survey research method, and it takes around 10-25 minutes.

Analysis of data

SPSS software was used to analyze data correlation, one-way ANOVA, independent sample t-test,
regression, and the Process macro of Hayes for moderation analysis.
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Table 4.1: Psychometric properties of the study variables for N = 170 (Females = 102, Males =
68)

Variables No. of items o Mean SD

Workplace Ostracism 10 0.96 19.09 8.51
Job Performance 07 0.79 25.39 4,79
Emotional Intelligence 16 0.98 88.90 18.93

Note. a=Cronbach Alpha

The table shows standard deviation, mean, and psychometric properties of workplace ostracism,
job performance, and emotional intelligence. The results indicate that all scales have adequate
alpha coefficients, and the alpha value of emotional intelligence (.98) indicates the highest internal
consistency, then workplace ostracism (.96) and job performance (.79).

Table 4.2: Correlation among Workplace Ostracism, Job Performance and Emotional
Intelligence

Variables Workplace Ostracism Job Performance Emotional Intelligence
Workplace Ostracism 1 -.543** - 278**

Job Performance 1 527**
Emotional Intelligence 1

**p<0.01

Table 4.2 presents the correlation coefficients between variables workplace ostracism, job
performance and emotional intelligence. The table indicates that there is a significant negative
correlation between workplace ostracism and job performance. Workplace ostracism and
emotional intelligence are also negatively correlated. Job performance and emotional intelligence
are significantly positively correlated.

Table 4.3(a): One-way ANOVA for age groups on Workplace Ostracism, Job Performance, and
Emotional Intelligence.

Variables Sources of Sum of df Mean F p
variation square Square

Workplace Ostracism  Between Groups 939.798 2 469.899 6.953 .001***
Within Groups 11285.878 167 67.580
Total 12225.676 169

Job Performance Between Groups 26.743 2 13.372 578 .562
Within Groups 3861.851 167 23.125
Total 3888.594 169

Emotional Intelligence Between Groups 114.883 2 57.442 159  .853
Within Groups 60432.417 167 361.871
Total 60547.300 169

Note. P < .05 indicate significant difference.
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Table 4.3(a) presents the results of a one-way analysis of variance (ANOVA) to examine the effect
of age on workplace ostracism, job performance and emotional intelligence. the results showed
that there is a significant difference among different age groups in Workplace ostracism, F (2,167)
=6.953, p=.001***, but there is no significant difference was found for Job Performance, F (2,167)
=0.578, p = .562, and Emotional Intelligence, F (2,167) = 0.159, p = .853. the results showed that
age significantly impact workplace Ostracism but does not significantly impact on Job
Performance or Emotional Intelligence.

Table 4.3(b): Independent sample t-test for gender on Workplace Ostracism, Job Performance
and Emotional Intelligence.

Females Males

Variables (n=102) (n=68) Cohen’s

M SD M SD t P d
Workplace 19.61 9.41 18.31 6.93 1.035 .302 0.157
Ostracism
Job Performance 25.26 4.29 25.59 5.49 -430 .668 0.066
Emotional 90.14 20.67 87.04 15.94 1.044 298 0.167
Intelligence

Note. N=150, M=Mean, SD=Standard Deviation, t=t-value, p=significance level

In table 4.3(b) independent sample t-test was applied to examine the gender differences in
Workplace Ostracism, Job Performance and Emotional Intelligence. the results showed that in
workplace ostracism there is no significant difference between females (M = 19.61, SD = 9.41))
and males (M = 18.31, SD = 6.93), t (166.28) = 1.035, p = 0.302, d = 0.157. In Job Performance,
there is also no significant difference between females (M = 25.26, SD = 4.29) and males (M =
25.59, SD =5.49), t (168) = -0.430, p = 0.668), d = 0.066. In Emotional Intelligence, the results
showed no significant difference between females (M = 90.14, SD = 20.67) and males (M = 87.04,
SD =15.94), t (168) = 1.044, p = 0.298, d = 0.167. subsequently all the p-values are greater than
0.05, gender does not have a significant impact on Workplace Ostracism, Job Performance and
Emotional Intelligence.

Table 4.3(c): One-way ANOVA for qualification of respondents on Workplace Ostracism, Job
Performance, and Emotional Intelligence.

Variables Sources of variation ~ Sum of df Mean F p
square Square

Workplace Ostracism  Between Groups 1606.205 2 803.102 12.629 .000***
Within Groups 10619.472 167  63.590
Total 12225.676 169

Job Performance Between Groups 98.122 2 49.061 2.162 118
Within Groups 3790.472 167  22.697
Total 3888.594 169

Emotional Intelligence Between Groups 1620.388 2 810.194 2.296 104
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Within Groups 58926.912 167  352.856
Total 60547.300 169

Note. P < .05 indicate significant difference.

Table 4.3(c) presents the results of a one-way analysis of variance (ANOVA) to examine the
differences between qualification of respondents on workplace ostracism, job performance and
emotional intelligence. the results showed that there is a significant difference in workplace
ostracism, F (2,167) = 12.629, p = .000***, but there is no significant difference was found for
Job Performance, F (2,167) = 2.162, p = .118, and Emotional Intelligence, F (2,167) = 2.296, p =
.104.

Table 4.3(d): Independent sample t-test for experience of respondents on Workplace Ostracism,
Job Performance and Emotional Intelligence.

Less than five More than five
Variables years years Cohen’s
(n =86) (n=84) d
M SD M SD t P
Workplace 21.53 9.31 16.58 6.79 3.970 .000***  0.607
Ostracism
Job Performance 25.12 4.79 25.68 4.82 -.763 446 0.116
Emotional 89.06 21.51 88.74 15.98 110 912 0.016
Intelligence

Note. N=150, M=Mean, SD=Standard Deviation

In table 4.3(d) independent sample t-test was applied to examine the impact of experiences of
respondents on workplace ostracism, job performance and emotional intelligence. the results
showed that there is a significant difference in workplace ostracism respondents with less than five
years of experience (M=21.53, SD = 9.31) perceive higher ostracism than those with more than
five years (M = 16.58, SD = 6.79), t (155.56) = 3.970, p < .000***, with a moderate effect size
(Cohn’s d = 0.607). The results showed that there is no significant differences were found in job
performance, t (168) =-0.763, p = .446, d = 0.116, and Emotional Intelligence, t (156.89) = 0.110,
p =.912, d = 0.016, suggesting that experience does not significantly impact on job performance
and emotional intelligence.

Table 4.4: Regression analysis showing the impact of workplace ostracism on job performance.

Model B Std. Error Beta t p
Constant 31.24 .76 40.94 .000***
Workplace Ostracism -0.30 .03 -0.54 -8.38 .000***

Note. R square=0.29, adjusted R square=0.29, F (70.29), p<0.01

The table indicates regression analysis for showing the impact of workplace ostracism on job
performance. The results showed that workplace ostracism has a significant negative impact on
job performance (B =-0.30, p = -0.54, p = .000***). The R square value is 0.29, which shows the
impact of workplace ostracism on job performance is 29%.
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Table 4.5(a): Regression analysis showing the impact of Emotional Intelligence on workplace
ostracism

Model B Std. Error Beta t p
Constant 30.18 3.02 9.974 .000***
Emotional Intelligence -0.12 .033 -0.278 -3.749 .000***

Note. R square=0.07, adjusted R square=0.07, F (14.05), p<0.01

Table indicate regression analysis for showing the role of emotional intelligence on workplace
ostracism. The results showed that there is a negative impact of emotional intelligence on
workplace ostracism (B =-0.12, B = -0.278, p = .000***). The R square value is 0.07 that shows
that emotional intelligence predicts workplace ostracism 7%.

Table 4.5(b): Regression analysis showing the impact of emotional intelligence on job
performance

Model B Std. Error Beta t p
Constant 13.516 1.510 8.952 .000***
Emotional Intelligence 134 .017 527 8.042 .000***

Note. R square=0.27, adjusted R square=0.27, F (64.67), p<0.01

Table indicate regression analysis for showing the impact of emotional intelligence on job
performance. The results showed that there is significant positive impact of emotional intelligence
on job performance (B = .134, f =.527, p = .000%**). The R square value is 0.27 that shows that
emotional intelligence predicts job performance 27%.

Table 4.6: Moderating role of Emotional Intelligence in the relationship between Workplace
Ostracism and Job Performance.

Model Summary SE t p LLCI ULCI
Constant .2854 .88.87 .000*** 24.79 25.92
Int_1 .0017 -.4615 .6450 -.0041 .0025

Table indicates that emotional intelligence does not act as a moderator in the relationship between
workplace ostracism and job performance because the p value is greater than 0.05.

Conclusion

The present study intended to examine the impact of workplace ostracism on job performance
among university employees, especially university teachers, and also the moderating role of
emotional intelligence in the relationship between workplace ostracism and job performance. The
study aims to further investigate how workplace ostracism impacts employees job performance
and how individual differences in emotional intelligence may influence these effects. The data was
collected from a sample of 170 university employees (102 females, 68 miles) from different age
groups and with different qualifications and experiences, and the data was analyzed using SPSS
26.

The study findings reveal strong reliability for all scales used, with emotional intelligence being
the most reliable measure. Results demonstrated that workplace ostracism is negatively associated
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with both job performance and emotional intelligence, whereas emotional intelligence is positively
associated with job performance. Demographic analysis showed that age, qualification, and
experience influence perceptions of workplace ostracism, but demographic factors do not
significantly affect job performance or emotional intelligence. Regression analysis further
indicated that workplace ostracism significantly reduces job performance, while emotional
intelligence decreases workplace ostracism and enhances job performance. However, emotional
intelligence did not moderate the relationship between workplace ostracism and job performance.
These results align with previous research, confirming that although emotional intelligence is
beneficial on its own, it does not buffer the negative impact of ostracism on job performance.
Overall, the study supports the significance of emotional intelligence and highlights the
detrimental effects of workplace ostracism in university settings. These findings emphasize the
necessity for organizations to address workplace ostracism rather than relying on individual
emotional intelligence and make their organization environment good and comfortable for
employees and provide emotional support to minimize the negative effects of workplace ostracism
on job performance.
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